Faculty candidates satirize or mock the law school faculty hiring process as overly burdensome and over stylized. However, the faculty hiring process has critical ramifications for future law teaching, legal scholarship, and law student practice success 10 in addition to enhancing racial and ethnic diversity in legal education. 11 Sadly, the current system of hiring law professors not only upends the lives of faculty candidates but diminishes the role of legal education as the training venue for equal rights in the American legal culture. Ultimately, law students and the legal system will suffer from the current system of hiring. This article examines the characteristics of law professors and the poor personnel hiring practices that result from the AALS faculty recruitment process. 12 The article also focuses on the negative implications for faculty productivity and stability by utilizing as an example of the hiring process the experiences of one law school. 13 Next, the article investigates the broader legal culture implications of the plutocratic oligarchy reinforced by the AALS faculty hiring system. 14 Last, the article suggests some alternative methods of law school faculty hiring that rationalize hiring and break the oligarchic hold over of the American legal academy. 15 
II. The Characteristics of Law Professors
The law school faculty hiring process should possess as its goal the recruitment of law teachers with specific skills, competencies and personal character traits. Law professors must be highly competent in performing all the tasks assigned to them. 16 They must devote substantially full time to their law school duties. 17 Law professors must be 12 See notes 16 to 48 infra and accompanying text.
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See notes 49 to 54 infra and accompanying text.
14 See notes 55 to 74 infra and accompanying text.
15
See notes 75 to 85 infra and accompanying text. 
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effective teachers 18 able to prepare their students for admission to the bar and effective and responsible participation in the legal profession. 19 They must maintain academic rigor. 20 Law teachers must be able to teach their students to participate effectively and responsibly in the legal profession in addition to legal analysis and reasoning, legal research, problem solving, and oral communication. 21 Law faculty must build ready professional relationships with students 22 providing student consultation and academic advising.
23
Law school faculty also must demonstrate scholarly interests and performance 24 and that they are capable of continuous and energetic study of new developments in areas of scholarship and teaching interests. 25 As a result, all faculty must keep abreast of developments in their teaching and scholarship specialties while maintaining integrity in
18
Id. at Sec. 6-4(c) (i). Id. at Interpretation 301-3.
21
Id. at Standard 302.
22
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Pertaining to the Requirements of Membership Sec. 6-4(c) (iii).
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Id. at Sec. 6-6(b). Professors Carol Zeiner, Karl Gruben, Lenora Ledwon, Lydie Pierre-Louis, and
Daniel Gordon. Dean Alfredo Garcia served in an ex-officio capacity.
The subcommittee chooses between three and five Washington interviewees for on-campus, one day interviews including "a job talk" scholarship presentation at a luncheon attended by most faculty. 44 In addition to the job talk luncheon, the candidate visits with groups of faculty in one hour components in the faculty lounge where the candidate is peppered with questions about teaching preferences, scholarship aspirations, and sundry other legal education and legal issues. Time is also allocated for meetings with the University president, the Dean and Associate Dean for Academics, the library staff for a library and campus tour, and students recruited by the law review or student bar association. Some faculty wait until dinner to interview the candidate. Sometimes, a courteous faculty member remembers to offer the candidate a restroom break.
References listed on the AALS register form are called.
Shortly after the last candidate leaves campus, the faculty meets to decide who to recommend to the dean for hiring. The discussions and comments are wide ranging, but at St. Thomas emphasis is placed on the job talk and specific insights from individual members of the faculty who met or ate with the candidate. A candidate who bored the faculty at the job talk luncheon faces questions about whether the candidate will connect with the students in the classroom. Inconsistencies in discussions about teaching preferences have caused concern in faculty deliberations. Finally, a vote is taken and the job of hiring shifts to the Dean who negotiates with candidates. Then, the faculty waits as the burden of choice shifts to a candidate with an offer of employment. shows that applicants listed 273 course preferences for the subjects they most like to teach, other subjects they may be interested in teaching, and other subjects they would be 45 See notes 16 to 39 supra, and accompanying text. 
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American law schools have suffered traditionally from sexism and racism with ". .
. identified evidence of persistent sex bias in law faculty hiring." 67 Legal education has traditionally been a white male affair. 68 The AALS faculty recruitment system perpetuates a law school climate that fosters a bias subtler and more pervasive even than racism and sexism. This bias is prima facie race and sex neutral. Law school faculty recruitment reinforces a bias toward the product of wealth, and masquerades wealth based education as quality education. A student sense of hierarchy in the law school classroom and the general law school environment plays an important role in students developing their own professional images. 69 The AALS faculty recruitment system 
VI. Alternative Means of Recruitment and Hiring
Law schools need to utilize alternative faculty recruitment and hiring process that are more administratively rationale than the current AALS faculty hiring processes and 82 Like the visitorship, the legal research and writing route to recruiting tenure and tenure track substantive law teaching faculty promises an alternative to the plutocratic oligarchy of the current AALS hiring system by basing hiring decisions on extended reviews of tangible work related performance.
C. The Legal Professor Networking System
The most direct way to overcome the current AALS plutocratic oligarchy is a focused, individual law school centric networking system which provides to law schools leads concerning promising teachers and scholars. Such a system would be based in the 
VII. Conclusion
The current AALS faculty recruitment system remains managerially irrational, forcing law school faculties and deans to make faculty hiring decisions with compressed temporal data, and observation resources. 86 See notes 39 to 48 supra and accompanying text.
29 current plutocratic oligarchy in American law school faculties by allowing the products of wealth based law schools to continue to hire the products of wealth based law schools. 87 Alternatives exist to the AALS system that allow faculties and deans to take more time and make greater efforts in assessing the teaching, scholarship, service, and collaborative capabilities of faculty candidates. 88 Law schools need to get away from the current hiring system in order to improve the teaching, scholarship, service, and collaborative quality of faculties. Law schools also need to hire in a fashion that overcomes the current wealth driven hierarchies encouraging students to value subtly more than the power and status of wealth and the wealthy. See notes 62 to 71 supra and accompanying text.
88
See notes 75 to 85 supra and accompanying text.
